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    Contingency view represents that there is no one best way to manage all 
organizations. It all depends on various situation, as well as performance appraisal 
system. This study not only reviews the literature of employee performance appraisal 
with contingency view but also developed a contingency framework of employee 
performance appraisal by summarizing related analysis, including competitive advantage, 
performance criteria, performance ambiguity and appraisal methods, as well as three 
cases study. The framework emphasizes that the performance appraisal system should be 
designed in a top-down sequence from organizational strategy to human resource strategy, 
and employee performance appraisal system and methods. 
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用；Crane 和 Crane(2000)認為評估方法應隨著組織層級不同而有所差異。 
績效準則是組織藉以評估個別員工或團隊績效的構面，有些學者將其對應於員
工績效的投入面、過程面與產出面（Brignall, Fitzgerald, Johnston & Silvestro, 1991; 






內容，將評估方法分為特質方法、行為方法及結果方法(李長貴, 1999; Bohlander & 
Snell, 2004)；可依評估者判斷績效的標準分為規範參照與絕對標準法(Schuler & 
Jackson, 1987)；可從評估時所涉及的複雜程度將其區分為定性式及定量式(Bailey, 
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七、計畫成果自評 
本研究之主要成果係將權變觀點、競爭優勢、策略配適、員工績效評估、績效
準則、績效資料等理論基礎做完整的文獻回顧，並經由個案實務的比對和修正，建
構出員工績效評估之權變設計。 
不論在學術或實務上，績效評估的成效一直是員工績效評估重視的一環，而影
響評估成效的因素相當多，本研究利用權變的角度，將績效評估準則及績效評估方
法適切地運用於不同的競爭優勢下，可協助不同特質的企業大幅提高其評估成效。
再者，本權變架構擬設計一前瞻性且具未來導向的績效評估制度，亦即透過該制度
以積極地激勵及引導員工的行為和態度，故對於身處在多變且競爭激烈的企業而言
非常實用。 
 
